The concept of organizational culture is significant in the study of organizational behaviour and has increasingly become a vital area of interest in academic research. Organization culture recognizes the contributions of the employees in an organization, and provides holistic understanding of what is to be achieved, how goals are interrelated, and how each employee could attain organizational goals. Organizational culture is an important factor used to determine how well an employee fits into their organizational context, and it has been asserted that a good fit between the employee and their organization is vital for organisational success. The main purpose of the study was to examine the effects of organisational culture on person organisation fit and employee commitment. Simple random sampling technique was adopted to gather responses from the respondents. The study revealed that organisational culture has a positive and significant effect on person organisation -fit and employee commitment. Moreover, it was identified that organisational culture fully mediates on person organisation-fit. Based on this, the study recommended that organizational policies regarding culture should be clear for understanding by the employees. Along this line, organization should have a flexible culture and top management should use decentralized technique of management so that employees at low level have authority and power to make decision regarding problem they encounter at their level of authority.
INTRODUCTION
It is indispensable for an organization to establish an organizational culture to maintain its position in the business environment (Habib, Aslam, Hussain, Yasmeen, & Ibrahim, 2014) . Organizational culture must be developed in order to provide support to an organization and bring continuous improvement. The culture of an organization is substantial for the development of an organization because it impacts on employee commitment, retention and job satisfaction (Lund, 2003) . When the culture of an organization is flexible, working environment becomes conducive for employees to work easily and independently without feeling any burden (Habib et al., 2014) . Organizational culture is an effective tool that helps an organization to quantify business function (Gray, Densten, & Sarros, 2003) . In this regard, organizations need to build up their culture for the survival in the competitive market (Sabir, Razzaq, & Yameen, 2010) . In our contemporary era of competition and innovation, organizations need such culture that increases the employee commitment and satisfaction at the work environment (Dwinfour, Adam, & Adom, 2017) . The concept of organizational culture has been significant in the study of organizational behaviour due to its significance in enhancing organizations' capabilities and how they function (Nazir, 2005; Silverthorne, 2004) . Organizational culture is thus linked with the disposition of the organization, depicting employee behaviour. The culture of an organization is an important factor used to determine how well an employee fits into their organizational context, and it has been asserted that a good fit between the employee and their organization is vital for organisational success (Nazir, 2005) . Moreover, the culture of an organizational affects the commitment of employees, and has accentuated that the strength of organizational culture is associated with higher levels of employee commitment (Acar, 2012) . It is usually understood that a strong culture is synonymous with consistency, and therefore, the management of culture can be treated as the management of commitment (Habib et al., 2014) . Clugston (2000) , and Wasti (2003), emphasized that corporate culture wields a substantial effect on behaviour of employees, particularly commitment and retention. Given the importance of organizational culture and its influence on organizational behaviour, it is critical that contemporary organizations also consider organization culture's importance on their employee commitment and personorganisation fit. It has been shown that organisational culture could influences commitment (Sharma & Singh, 2017) . Commitment is a fundamental variable of interest in organizational studies with a plethora of studies seeking to explicate its causal antecedents (Rastegar & Aghayan, 2012) . Lau & Idris (2001) , opined that employee commitment is influenced by corporate culture since it reflects the relative strength of employees' attachment or involvement with their organization. According to Meyer, Stanley, Herscovitch, & Topolnytsky (2002) , commitment of employees may be increased by changing the organizational culture in the direction of person-organization fit. The notion of person-organization fit (P-O fit) is concerned with identifying the antecedents and consequences of compatibility between employees and the organizations in which they work (Karakurum, 2005) . P-O fit has demonstrated significant relationships with employee outcomes employee commitment, job satisfaction and performance. However, P-O fit takes place when the organization fulfils employee's needs (Sutarjo, 2011) . In view of the significance of employees' commitment and person-organisation fit in contributing to organisational success, the study assessed the effect of organisational culture on person-organisation fit and employees' commitment. Thus, the study sought to examine the effects of organisational culture on employees' commitment and person-organisation fit in Rural Banks in Kumasi.
There have been plethora of studies conducted on organisational culture, person-organisation fit and employee commitment. Studies conducted have concentrated on person-organisation fit and its influence on job satisfaction, work engagement, commitment and turn over intentions (Ahmadian & Etebarian, 2015; Karakurum, 2005; Latif & Bashir, 2013) . Most of the studies conducted in this area failed to analyse the relationships of the three variables (organisational culture, person-organisation fit and employee commitment) especially by moderating and mediating some of the variables. There exists a limited knowledge on the role of organisational culture on person-organisation fit and employees' commitment (Lok & Crawford, 2001) , especially at the banking sector. In addition to this, there is contradiction on the exact impact of organizational culture on employee commitment (Rastegar & Aghayan, 2012) . In this regard there is the need to conduct further research to fill the gap by either validating existing literature or contribute new knowledge in the existing literature. Moreover, there is a limited knowledge on the mediating role of organisational culture on the effect of person-organisation fit and employees' commitment, specifically in the banking sector. Banking institutions are increasingly devising strategies to ensure employees commitment and person-organisation fit. In this regard, the study sought to assess the effects of organisational culture on personorganisational fit and employees' commitment.
LITERATURE REVIEW Concept of Organisational Culture
The concept of organizational culture has been significant in the study of organizational behaviour and has become a major area of interest in academic research (Nazir, 2005; Silverthorne, 2004) . Organizational culture is imperative in determining how well an employee fits into their organizational context. Organizational culture is generally defined as the normative glue that holds an organization together. Organizational culture refers to the set of values, beliefs and behaviour patterns that shapes employee's behaviour and forms the core identity of the organization (Lund, 2003) . The cultural pattern comprises various beliefs, values, and symbols that govern the operating style of the people within an organisation (Narayana, 2017) . In light of this, organizational culture could be described as a system of common values which we can estimate that employees accept the similar organization culture even with different background within the organization.
These indicates that organizational culture could be the means of keeping employees in line and exhilarating them towards organizational objectives. Lok & Crawford (2001) , opined that when employees are more enthused with the culture of an organization, job satisfaction and performance of employees tend to be increase. The flexibility of the culture of an organisation provide a conducive working environment to employees (Habib et al., 2014) . Premising on these, organizational culture could be seen as the internal integration and coordination between a firm's operations and its employees. Harrison et al. (1992) , indicates four dimensions of organizational culture. According to them the dimensions of organizational culture consist of role dimension, power dimension, achievement dimension and support dimension. Role dimension is basically job description and specialization. The power dimension concentrates on inequality of access to redemption. Achievement dimension hinges on task which concentrates on realizing organizational goals. The support dimension describes an organizational climate that is based on neutral trust between the individual and the organization.
Concept of Employee Commitment
Commitment has been a central focus in organizational studies over decades (Clugston, 2000) . Employees' commitment is the willingness of employees to accept the goals and values of the organization and work towards achieving them (Muthuvelo & Che Rose, 2005) . Ongori (2007), described employee commitment as an affective response to the whole organization and the degree of attachment or loyalty employees feel towards the organization. According to (Janićijević, 2015) , employees' commitment is seen as a certain expansion and a higher degree of job satisfaction, where employees feel a deep attachment to an organization. Employee commitment is important and plat crucial role in organizational success. Strong commitment is correlated with organizational citizenship, job satisfaction, job performance and employee retention (Ćulibrk, Delić, Mitrović, & Ćulibrk, 2018; Hafiz, 2017; Quratulain, Khan, Crawshaw, Arain, & Hameed, 2018) . According to Lok & Crawford (2001) , employees' commitment is viewed from behavioural and attitudinal perspectives. Meyer et al. (1991) , identified three types of commitment. The types of commitment comprise of affective commitment, continuance commitment and normative commitment. Affective commitment involves an emotional attachment to, involvement in, and identification with one's organization, which are based on a desire to belong (Samudi, Slambolchi, & Mobarakabadi, 2016) . Affective commitment arises from the perception of positive social exchanges between the employee and organization. Also, normative commitment refers to employee's feeling of obligation to remain with the organization (Rastegar & Aghayan, 2012) . Continuance commitment is derived from the perceived costs of leaving, including the loss of desired investments and few job alternatives.
Person-Organisation Fit (P-O Fit)
In recent years, person-organization (P-O) fit has been an area of interest which focused largely on the antecedents and consequences of compatibility between people and the organizations in which they work (Karakurum, 2005) . Person-Organization fit (P-O fit) is defined as the compatibility between people and organizations that occurs when at least one entity provides what the other needs or they share similar fundamental characteristics or both (Kristof-Brown, Zimmerman, & Johnson, 2005) . The fit between employees'/individuals and organization is related to numerous behavioural outcomes such as job satisfaction, employee commitment, retention, and performance (Boon, den Hartog, Boselie, & Paauwe, 2011; Wheeler, Gallagher, Brouer, & Sablynski, 2007) . Therefore, organizations prefer to work with employees whose values match the values of organizations.
Relationship between Organisational Culture and Employee Commitment
Corporate culture is vital in developing and sustaining employee commitment (Silverthorne, 2004) . Shared values which is an aspect of corporate culture enhance employees' identification and attachment to the organization. This clearly shows that employees choose to be committed to organizations whose values they share. Lau & Idris (2001) , found that organizational commitment is influenced by corporate culture because it reflects the relative strength of employees' attachment or involvement with their organization. Nazir (2005) , argued that the strength of organizational commitment is influenced by the level of organizational culture. Strong corporate culture enables employees understand and works towards the attainment of organization goals When employees work towards organizational goals, their level of commitment increases (Nongo & Ikyanyon, 2012) . Based on this, the study hypothesized that; Hypothesis 1: There is a significant and positive relationship between organisational culture and employee commitment.
Relationship Between Organisational Culture (OC) and Person Organisation-Fit (POF)
The idea of organisational culture has been identified as an important aspect of organisational behaviour and as concept that is useful in helping to understand how organisation function. Schein (2010) , theorized that organizational culture might be an important factor in determining how well an individual assimilates into an organization. The key premise of person organisation-fit is that employees whose values align well with their organization's values will be satisfied and will stay and contribute to the organization and vice-versa. Organizational culture is an important factor used to determine how well an employee fits into their organizational context (Nazir, 2005) . More precisely, it is demonstrated that a major outcome of the organisation culture is linked to person organisation-fit (Sutarjo, 2011) . When the individual values align with that of the organisation, the level of compatibility between the employee and the employer will rise. Thus, positive organisational culture is an important determinant of person organisation-fit. Premising on this, the study proposed that; Hypothesis 2: There is a significant and positive relationship between organizational culture and person organisation-fit
Mediating Role of Organisational Culture on Person Organisation-Fit and Employee Commitment
Organizational commitment is described as 'one's emotional attachment to, identification with, and involvement in a particular organization. In line with this, a committed person identifies with the values and goals of the organisation, implying that there is an association between value congruency (person-organisation fit) and organisational commitment. Two metaanalytic reviews concluded that P-O fit, particularly value fit, relates positively to commitment and intention to stay (Kristof-Brown et al., 2005; Verquer, Beehr, & Wagner, 2003) . Harris & Mossholder (1996) , found that congruence between employees' perceptions of the organization's culture and their ideal culture was generally associated with higher levels of commitment. Ostroff, Shin, & Kinicki (2005) , hypothesized that a good fit between an employee's personal values and his/her perceptions of the organization's values would be associated with stronger commitment, and that a mismatch in either direction would be accompanied by lower commitment. However, it is contested in the study that, person organization fit does not influence the outcome of employee commitment alone. There may be an equally important variable that mediate the relationship. Based on this, the study hypothesized that: Hypothesis 3: Organizational culture mediates the relationship between person organization-fit and employee commitment.
METHODOLOGY
This study employed quantitative method to analyse the mediating role of organisational culture on person organization fit and employee commitment at the banking sector. The quantitative method was operationalised to answer the research questions by collecting, analysing and integrating the quantitative data of the study. The study population consist of employees and managers of rural banks in Kumasi. The simple random sampling technique was used to gather responses from 104 workers in rural banks in Kumasi. This method allows each individual to be selected randomly and entirely by chance, such that each person has the same probability of being chosen at any stage during the sampling process. The data received from respondents was edited to correct errors and omissions that took place for the purpose of ensuring consistency. Analysis of the data was done using both descriptive statistics and inferential analysis (regression analysis). The regression and correlation analysis were used to test the hypothesis of the study.
Reliability
To check the reliability of the scale and internal consistency of the measure, the Cronbach's Alpha method was used. The reliability of the organisational culture scale was .712, Person Organisation Fit is .704 and Commitment is .828 (See Table 1 ). Cronbach alpha values greater than 0.7 indicates high reliability. This implies that the reliability of the research instruments was high. 
Confirmatory Factor Analysis
Structural Equation Modelling is a powerful quantitative data analytical technique which estimates and tests theoretical relationships between/among latent and/or observed variables. It has been suggested that there is no consistent standard for evaluating an acceptable model (Kline, 2011) . IFI, TLI, CFI, RMSEA, CFI and TLI are considered as fit measures (Ullman & Bentler, 1998) . A subset or sample of fit indices from major categories has been reported in this study to assess the degree of overall fitness of the measurement model. The χ2/df (CMIN/DF), CFI, and RMSEA, Average Variance Extracted (AVE) and Construct Reliability (CR) are considered in this study. The RMSEA value of about 0.05 or less would indicate a close fit of the model in relation to the degrees of freedom. The CFI value is between 0 and 1. A value close to 1 indicates a very good fit. A normed chi-square (CMIN/DF) value close to 1 and not exceeding 3 indicates a good fit. Average Variance Expected (AVE) value greater than .05 is acceptable. Modification and standardised loadings (standardised regression weights) in AMOS output were the options to verify the dimensionality of the measurement or to verify the model fit. The result of the confirmatory factor analysis is indicated in Table 2 . The results indicated that most values fall within the acceptable values. 
RESULTS

Effect of Organisational Culture on Employee Commitment
A regression analysis was conducted to test for relationship between organisational culture and employee commitment. The results indicated in Table 3 shows that there is a significant relationship between organisational culture and employee commitment. There is a significant relationship because the p value (.001) is less than .05 (p ˂ .05). Moreover, the relationship is positive because the beta value is positive (β = .337). This implies that when organisational culture is high, employee commitment will also rise. Thus, hypothesis 1 which states that organizational culture has a significant and positive effect on employee commitment is supported. 
Effect of Organisational Culture and Person Organisation-Fit
A regression analysis was used to assess the effect of organisational culture on person organisation-fit. The results show that there is a significant relationship between organisational culture and person-organisation fit (p ˂ .05). The relationship is positive because of the beta value (β = .380). The R square of .202 shows that approximately 20.2% of the variations in organizational culture is predicted by person organization-fit while the remaining (79.8%) is explained by other factors (See Table 4 ). 
Mediating Role of Organisational Culture on Person Organisation-Fit and Employee Commitment
The general test for mediation is to examine the relation between the predictor and the dependent variable, the relation between the predictor and the mediator variable, and the relation between the mediator and the criterion/dependent variables. All of these correlations should be significant.
The steps suggested by Baron & Kenny (1986) were followed in the mediating analysis. First, the results of the correlation analysis indicated that there is a significant relationship among all the three variables. As indicated in Table 5 , organisational culture had a significant relationship with commitment and person organisation-fit, person organisation fit also had a significant relationship with commitment. The hierarchical regression was also conducted to investigate the mediating role of organisational culture on person organisation-fit and employee commitment. As shown in Table 6 , the step one of the model test for the effect of the independent variable (person organisation-fit) on the dependent variable (commitment) without the mediating variable (organisational culture). The results revealed that there is a significant relationship between person-organisation fit and employee commitment without the mediating variable (p < .05). However, the relationship between person organisation-fit and commitment became insignificant (p > .05) when the mediating variable was introduced in the second model (model 2). The result shows that there is a full mediation. This implies that organizational culture mediates between person organization-fit and employee commitment. There is a significant and positive relationship between organisational culture and employee commitment.
Supported
H2
There is a significant and positive relationship between organizational culture and person organisation-fit
Supported
H3
Organizational culture mediates the relationship between person organization-fit and employee commitment.
Supported
DISCUSSION
The study revealed that there is a significant and positive relationship between organisational culture and person-organisation fit (p ˂ .05; β = .380).). The implication is that when the individual values align with that of the organisation, the level of compatibility between the employee and the employer tend to rise. Thus, positive organisational culture is an important determinant of person organisation-fit. The findings of the study confirm other study in other literature. Nazir (2005) , indicated that organisational culture is an important factor used to determine how well an employee fits into their organizational context.
Moreover, the study revealed that there is a significant and positive effect between organisational culture and employee commitment (p ˂ .05; β = .337). It can be inferred that when there is a high level of organisational culture, employee commitment tends to also increase. When employees feel they are part of the organization, such identification contributes to fostering a high level of commitment and innovation. According to Nongo & Ikyanyon (2012) , organisational culture is either the glue that binds employees to the organization or the wind that blows them away. In this regard, when managers or employers are able to sustain or manage some level of culture in an organisation, employees' positive outcomes such as commitment will arouse. A strong corporate culture enables employees understand the goals of the organization. The drive to the achievement of the organizational goals arouse the commitment level of employees.
The study further revealed that there is a significant relationship between the dependent variable (commitment) and the independent variable (person organisation-fit) without the mediating variable. Person organisation fit significantly predicts employee commitment. However, the introduction of the mediating variable affected the relationship and became insignificant (p = .544). The results imply a full mediation. Organisational culture fully mediates on person organisation-fit and commitment. This further indicates that organisational culture intervenes in the relationship between person organisation fit and employee commitment. Therefore, organizational culture fully mediates on person organization fit and employee commitment.
